
What we set out to do 

We decided upon a three step process:  

Define Define the KASH we have and the KASH we want. 

Align Align knowledge and skills to those defined by delivering a mix of 

generic and bespoke training.                       

AlignAlign  individual and team goals to the defined ‘ways of working’  (defined 

attitudes and habits).  Agree measures and ways of measuring.   

Engage “Every individual and everything we do” in the search for  marginal 

gains which aggregate to make a difference.  

Manage Manage   track progress towards goals and shout about the successes. 

The Story and our Starting Point 

 

The Directorate of Academic Support was newly formed in October 
2013 and consists of Learning and Information Services; the College 
of Learning and Teaching  and IT Services.  All are key in the delivery 

of the first strategic pillar of ‘Student First’ at the University of 
Wolverhampton.  Initial discussions in July 2016 identified three 

potential challenges: 

First: A survey to identify our  
current KASHbox 

“What three positive words best 
describe what it's like to work 

in DAS?” 

“What do you feel are the top 
three skills for people who 

work in DAS?”  

Each workshop included:  

An Overview of the Strategic and Operational Plan, presented by a 

member of the Senior Executive Team.  

A Discussion of the Training Menu.  Staff reviewed the training menu 

which had been developed by Organisational Development and 
contributed any additional  training requirements  to develop their skills 
and knowledge. 

A contribution to the KASHbox. Having already focused on the Skills 
and Knowledge aspect of KASHbox, groups identified 10 words or 

phrases they’d like people  outside of DAS to use to describe their 
attitudes and habits.   

A Section focused on our Directorate “Vision Banner” activity, getting 

creative with glitter and felt-tips, groups worked together to produce a 
vision to unify the Directorate.    

The KASHbox and DAS 
Understanding the Knowledge, Attitudes, Skills and Habits  

required to achieve the 2021 strategic objectives within the  

Directorate of Academic Support 

Return on Investment 

Our journey started in July 2016 and the plan takes us 

to July 2021 (the end of the current Strategic        
Planning period). We have added value– and have  
value still to add. 

One key piece of ’value added’ has been the           
partnership built between the Organisational            

Development team and DAS.  As the Assistant          
Director stated “They [OD] have provided resource to 
move us forward and have also nurtured key staff to 

enable them to take ownership of the plan and the 
process of its development.  A key aspect has been 

working with us in helping us to engage our staff as 
we move forward.”  

Scrums  

Regular site specific 
“scrums” for teams 
to touch base, give 
progress updates, 
raise concerns, and 
network.  

 

 

A “Staff Engagement” 

area has been developed on the DAS staff 
webpages to host information about workshops 

such as WOW.  Staff can find all the information  
they need to know before and after the 

workshops.  They could also book on to sessions,  
leave comments and take part in an online survey.   

The activities were highly interactive and encouraged participation.            
Facilitators reported back that enthusiasm and engagement was 
high.   

Start  

here 

Alignment. 

As we move into this stage 
the phrase  

 

“Every Individual and  

  Everything We Do”  
 

has been coined.   

The plan now is that every individual 
in every team will have a behaviour 
focused SMART goal which allows 
everyone to apply what we’ve agreed 
to their day job.  
 

Manage 

Managers will now measure the 
progress with goals and a Ways of 
Working webpage has been developed 
to communicate success and to keep 
this at the forefront of everyone's mind.  
It also contains a video of one of the 
workshops so that everyone can engage 
(introverts and extroverts) even if they 
did not attend.  This is the way we do 
business.  It is our Way of Working.  

“How would you define the 
way you do business?” 

 

“What do you believe are the 
top three areas of knowledge 

within DAS?”  

Technical knowledge 83% 

Knowledge and understanding of chal-
lenges faced by internal customers 

75% 

Institutional knowledge 58% 

Knowledge of the 'big picture' (strategic 
objectives of DAS and the University) 

58% 

Knowledge re; HE landscape 8% 

Knowledge of our student profile and 
how students learn 

8% 

Knowledge of development opportuni-
ties 

0% 

Knowledge of employment law 0% 
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Challenge the status quo

Strive for high achievement

Focus on results

Focus on learning and development

Avoid silo working

Honest and frank

Transparent in our communications

Welcome diversity

Other

And then… 

CHALLENGE 1 

CHALLENGE 3 

CHALLENGE 2 

About the workshops  
The facilitators delivered the  workshop to 89 self-
nominating employees from the Directorate.   
 

The workshops were widely promoted through team 
cascade, regular all staff emails, staff webpages and 

staff newsletter.  Whilst attendance  wasn’t compulsory, 
every member of the directorate was strongly               
encouraged to participate.  

Achieving 100% attendance would be extremely          
difficult given the varied shift patterns of some staff 

(e.g. nights and weekend workers) and busy schedules 
of many.   The organisers and facilitators  went to great 
lengths to ensure that no one who wanted to be            

involved was left out.  In order to cater for those who 
couldn’t attend the initial sessions, staff  were given 

options to vote on dates and  locations of additional 
workshops, and tailored versions of the workshop 
were delivered to some smaller groups to support 

those with a more introverted preference.  

 There was also a recorded session available to 
watch from the staff 

webpages.  

 

Defining the current KASHbox  

From that point… 
The OD team worked with DAS to design a ‘Ways of Working’ work-
shop and delivered this to 10 facilitators – all volunteers from within 

DAS.   

The purpose  

To agree how employees want to work together as one Directorate.  

To agree how the Directorate wants to be described by customers in 2020.  

The Aims -  to give employees... 

The ‘bigger picture’ 

The chance to get involved 

The opportunity to be heard 

The OD team facilitated a 
half day KASHbox work-

shop for the DAS Leader-
ship team and identified 

their views of the re-
quired KASHbox of the 
future.  We recognised  

that this needed to go 
deeper and we  

needed to              
collaborate with  
everyone within DAS 

to fully  understand 
their world.  Talking 
to senior leaders 

alone was not 
enough. 

What are the outcomes? 
The knowledge and skills identified as key for achieving the strategic              
objectives have been translated into a training menu – partly being delivered 
by OD (including high level development in areas such as resilience, project 

management, management skills, leading change etc..)   Over 15 new courses 
have been procured to support the training menu and a further 5 are in                

process of procurement. 

In addition, a number of workshop and training activities have been                
identified which will be run internally by DAS staff taking advantage of the skill 

of the facilitators.  This programme of  ‘knowledge sharing’ sessions, 
branded as ‘NEXUS’ is now underway.  Sessions will run monthly and 

are aimed at improving communications, promoting key activity and 
sharing best practice.     

Some changes and pledges which DAS are implementing as a direct 
result of the outcomes and feedback from the workshops include: 

Recruitment  

Using the 4 values 

(professional, 
friendly, open, 

expert) prominently 
in the advertising 
and selection of 

new posts in the 
learning centres.  

Site visits 

Managers who don’t 
regularly work along 
side their direct  reports 
will dedicate more time 
to visit them in situ, to 
gain greater 
understanding of their 
work and issues they 
face.    

 

      This partnership has led to great value added specifically: 

 Greater innovation—leveraging the combination of technical, digital skills 

with OD expertise—the introduction of the staff engagement section of the 
staff webpages, use of Panopto and other digital ways of working  com-

bined with development activity to gain a truly blended offering. 

 

 More focused attention to priorities-  the whole of DAS will be focusing on 

10 key behaviours and 4 core values during their journey.  

 

 Improved information flows– as people worked with colleagues from        
other areas of the Directorate during the workshops, information was 
shared, contact was made.  

 

 Enhanced professional skills and competencies—many of the facilitators 
who volunteered were experienced at the delivery of technical workshops 

but for some, this was the first behavioural workshop they had delivered.  
With OD support this was possible.  

 

 Wider engagement at greater pace—this project is managed by one    
member of staff from OD. This development activity could not have been 

achieved without partnering.  

 

 

 

Our journey continues—with DAS… 

The journey not only continues within 

DAS but OD now have produced a 
current and future KASHbox for each 

Directorate and faculty.  OD are working 
with them to understand their journey 
and their priorities.   

The end? No—the beginning of the new  

Technical skills 58% 

Customer service skills 50% 

Problem solving and critical thinking skills 42% 

Analytical skills 33% 

Decision making skills 17% 

Goal setting skills 17% 

Communication skills 17% 

Delegation skills 17% 

Selection, recruitment and interviewing 
skills 

8% 

Management 8% 

Organisational and time management skills 8% 

Facilitation and coaching skills 8% 

Leadership 0% 

Persuasion 0% 

Creativity 0% 

Networking skills 0% 

Financial skills 0% 

….and beyond.   

A call to action. 
“Despite the intense surrounding 
business partnering and associated HR 

restructuring, there is relatively little 
empirical evidence to illustrate the 

extent to which such approaches have 
been adopted in practice.”  CIPD 2015. 

This work shows the benefit and added 

value gained from a partnering 
approach.  We intend to use this as a 

case study and template to engage 
with other faculties and directorates to 
encourage similar partnerships within 

the University and to demonstrate 
clearly exactly what can be achieved.  




